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Remuneration of Teachers Act, 1965 
Arbitral Body 

Salary Scales for Teachers in Primary and 
Secondary Schools 

Introduction 

1. The Arbitral Body was established by the Minister of Labour on 
10th June, 1965 in accordance with the arrangements made on 14th April, 1965 
under Section 3 of the Remuneration of Teachers Act, 1965 by the Secretary of 
State for Education and Science. 

2 The riiiilrman of the Burnham (Main) Committee, which is appointed 
under the Remuneration of Teachers Act, 1965 to consider the remuneration of 
teachers in primary and secondary schools, submitted the following matters for 
the determination of the Arbitral Body in view of differences between the 
Management Panel and Teachers’ Panel of the Committee: 

(i) the basic scale as to minimum, maximum, length of scale and 
increments; 

(ii) arrangements for assimilating two-year trained teachers to the 
present scale applicable to three-year trained teachers ; 

(iii) recognition for training, determining point of entry to scale and 
subsequent recognition if any; 

(iv) personal additions, that is, the graduate addition, the good honours 
degree addition, any other addition for any other qualifications, 
deemed appropriate; 

(v) the value of allowances for posts of responsibiUty (a) for holders of 
graded posts; (b) for heads of department; (c) for deputy head 
teachers and second masters/mistresses; 

(vi) the salaries of head teachers either by additions for responsibility or 
in the form of consolidated salary scales ; 

(vii) salaries to be applicable in special schools, including such special 
allowances as are deemed appropriate; 

(viii) London allowance; 

(ix) arrangements for safeguarding the salaries of teaching staff holding 
posts of responsibility consequent on a triennial review under the 
provisions of the Report. 

3. It was agreed between the Panels that the date of application of the new 
salary scales should be 1st April, 1965 and that the scales should operate for 
two years from that date. It was further agreed that for the purposes of the 
arbitration the existing method of calculating unit totals in schools should be 
assumed to continue. 

4. After making and exchanging written submissions the Panels were heard 
in London on Monday 5th July. 



The Teachers’ Claim and the Management’s Offers 

5. Details of current salary scales, the Teachers’ claim and the Management’s 
offers are set out in the Appendix. 

2 



Printed image digitised by the University of Southampton Library Digitisation Unit 



6. The main elements of the Teachers’ claim were for ; — 

(i) a basic scale running from £900 to £1,700 with 10 equal annual 
increments of £80; 

(ii) all two-year trained teachers to be treated as if they were three-year 
trained teachers and consequential additions to be made to the salaries 
of teachers with more than two years training who entered teaching 
when that was the minimum requirement; 

(iii) a London allowance of £100; 

(iv) £100 for every year of study or training in excess of three years ; 

(v) additions of £150 for graduates and a further £150 for those having 
good honours degrees; 

(vi) increases in all existing allowances for graded posts, heads of depart- 
ment and deputy heads; 

(vii) substantial increases in allowances for head teachers ; 

(yiii) increases in allowances for above scale posts and for head teachers 
in special schools and the allowance for teaching in a special school 
to be not less than the allowance for a Scale I Graded Post. 

7. The main elements of the Management’s initial offer were for: — 

(i) a basic scale running from £700 to £1,360 with 14 annual increments 
varying from £30 to £60; 

(ii) no change in the existing position of two-year trained teachers relative 
to three-year trained teachers; 

(iii) a London allowance of £70; 

(iv) teachers who had had full-time study or training beyond the minimum 
three years to enter the scale one point higher for each additional 
year of study or training and to receive an addition of £50 for 
additional qualifications obtained; 

(v) the additions for graduates and for good honours degrees to be kept 
at £100 and £120; 

(vi) the following allowances : — 

(a) Graded Posts 

Scale I— £120; Scale II— £200; Scale III— £300; 

(b) Heads of Department 

Grade A— £200; B— £300; C— £420; D— £540; E— £660; 

(c) Deputy Heads 

£140 at Group 3 rising to £1,000 at Group 13; 

(vii) consolidated scales of salary for head teachers, to which the only 
addition applicable would be the London allowance, ranging at the 
maximum from £1,560 in Group O to £3,850 in Group 13; 

(viii) allowances for Deputy Heads in special schools ranging from £150 
to £500; salary scales for head teachers in those schools, to which the 
only addition applicable would be the London allowance, ranging at 
the maximum from £1,800 in Group 1 (S) to £2,700 in Group 7 (S); 
the addition for teaching in a special school to be £120, the equivalent 
of a Grade I post, and the addition for holding a qualification for 
teaching the blind or deaf to be reduced from £60 to £50 to bring it 
into line with the addition proposed for other special qualifications 
(see para. 7 (iv) above). 
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8. Following negotiations between the two Panels, in which it became clear 
that the offer was unacceptable to the Teachers, the Management made a further 
offer for improving the basic scale to run from £710 to £1,400 with 14 annual 
increments varying from £30 to £70 and for improving the salaries of head 
teachers in Groups O, 1 and 2. As this final offer also proved unacceptable the 
Panels agreed to go to arbitration. 



Main Submissions on behalf of the Teachers' Panel 

9. It was stated that the teachers’ case was not based only on changes in the 
cost of living or changes in the financial relativities with other occupational 
groups. Rather they sought a revaluation of the teachers’ position believing 
this to be essential to the development of the education service and tlie well- 
being of the country. Any salary increase had therefore to do more than com- 
pensate for changes in the purchasing power of money since the last review, 
and do more than maintain the teachers’ position vis-a-vis others; to mark 
the importance of the education service in the modern world it should raise the 
teachers’ position in relation to others. 

10. It was suggested that in most industries an inadequate supply of recruits 
lead to increases in salaries or wages. But teaching was not a free market. 
Supply and demand were controlled largely by decisions of Government. Thus 
the demand for teachers was determined not only by the number of children 
born, but by Government decisions on the length of time spent in school, on 
the number of children placed in the care of a teacher, and on the attractions to 
be offered to children to remain in school after the age of fifteen. Moreover 
the Government’s imposition of a quota system on local education authorities 
limiting the number of full-time teachers they might employ obscured the gap 
between supply and demand and prevented existing demand showing itself 
as would be the case in a free market. As regards the supply of teachers. Govern- 
ment policy determined how many were recruited. The Government fixed the 
qualifications necessary for entry into teaching and decided how many Training 
College places were to be provided. Seeing that the Government had provided 
insufficient places to meet the demand for teachers, it was absurd to argue 
that because Colleges were full and some applicants were rejected, teachers’ 
salaries were sufficiently attractive. If the employers could run education largely 
as they pleased, fixing their own standards and paying salaries high enough 
to attract sufficient teachers, the competition for the existing supply of teachers 
would be intense, and in these circumstances, i.e. a free market, salaries would 
rise substantially. 

11. It was emphasised that a great shortage of teachers existed, that the 
real shortage was now masked by Government controls and that despite this 
some areas faced a near-breakdown. A number of desirable objectives decided 
on 20 years ago (e.g. the establishment of nursery schools and the reduction of 
the size of classes to 40 in primary schools and 30 in secondary schools) had 
not been reached, nor could be reached because of the shortage of teachers. 
Further, doubts were being expressed about the decision to raise the school 
leaving age to 16 at the end of the decade. Arguments were taking place on 
the use of auxiliaries to supplement the work of teachers, and the reorganisation 
of schools was often handicapped by the shortage of suitable staff. The increased 
birthrate and rising standards of education would increase the demand for 
teachers in the future. The salary offered needed to be sufficient to persuade 
some twenty thousand or more additional sixth formers every year to choose 
teaching rather than some other occupation. This called for much better salaries 
than those proposed by the Management. At one time teachers had enjoyed 
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conditions of service such as security of tenure, holidays with pay, paid sick 
leave and superannuation benefits which were not available in many other 
occupations. But most people had these benefits today. In these changed cir- 
cumstances salaries become even more important as an element in the total 
attractiveness of the profession. 

12. There had been two major changes in the social pattern which bore on 
the claim. First, in pre-war days in most areas women had been compelled 
to leave teaching on marriage, but now it was necessary to secure the return of 
as many married women teachers as possible. Most of the married women who 
left teaching had only a few years’ experience as teachers. To persuade them 
to return to teaching, the incremental point of the salary scale at which they 
left, which was also the point at which they would return, must be sufficiently 
attractive. The second change was the earlier age of marriage. For many men 
teachers, the period of financial strain came very early in their career and with 
the existing scale structure was often acute. Wastage figures showed that there 
was a steady loss of men teachers after only one year’s service. A bigger minimum 
and bigger incremental steps were therefore required to meet the needs of the 
young married teacher. 

13. As regards the claim for a minimum of £900 it was pointed out first 
that a rise in salary of 8 per cent would be required to match the rise in the 
index of retail prices since the previous Burnham negotiations. More pertinently 
the income of young teachers in particular fell markedly behind that of others. 
Young teachers were poverty stricken in the sense used by J. K. Galbraith 
who had said, “People are poverty stricken when their income falls markedly 
behind that of the community”. Before the war the two year trained teacher 
had received a starting salary roughly commensurate with the average pay of 
the industrial worker. Although the McNair Report of 1944 had indicated that 
teachers’ salaries at the time were “demonstrably inadequate”, in recent years 
there had been an ever widening gap between the starting salary of teachers and 
the pay of industrial workers. The main reason for this was that in industry 
earnings could increase while wage rates remained stable. But in teaching there 
was no wage drift. Thus, figures for October, 1964 showed that average industrial 
earnings were over £18 a week, whilst the teacher’s starting salary was only just 
over £12. Tliis was in spite of the fact that the professional training of teachers 
was now three years compared with two years formerly, so that they were 
entering the profession and receiving their first salaries at a liiglier age than 
used to be the case. The final offer of £710 as a starting salary would still leave 
the teacher almost £4 10s. per week behind, and he would not reach the same 
income level on the basic scale until he was about 27. The Teachers’ Panel 
therefore asked for a minimum of £900 which would give the young teacher 
roughly the same living standard as the average industrial worker. 

14. It was argued that this would also put the teacher’s salary in proper 
relationship with local government officers and civil servants. Specific compari- 
sons with salaries in local government and the Civil Service were made to 
illustrate this together with reference to the salary drift which enabled local 
government officers to obtain salary increases in addition to those obtained by 
national negotiation. 

15. The Teachers agreed with the Management that it was not easy to find 
analogues in other employment to compare with teachers. But they did not accept 
that the teacher’s longer holidays and shorter hours made comparisons irrele- 
vant. The educational system depended heavily on the time and effort teachers 
devoted to out of school activities. They rejected any inference that as compared 
with other jobs a teacher’s was less onerous or, in any sense, a part-time job. 
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It was true that teachers also had opportunities to earn additional payments, 
but these opportunities were not generally available to young teachers on the 
lowest points of the scale and it was not desirable that they should take additional 
work in their early years in the profession. Nor was it reasonable to suggest 
that entry to most other jobs was higlily competitive. In current times of full 
employment this was only exceptionally so. 

16. With regard to the Economist articles on salary movements, to which 
the Management referred (see para. 31 below), the Teachers argued that the 
comparisons were largely confined to salaries in the public sector and that there 
was reason to believe that there had been larger salary movements in the private 
sector. Moreover, the movements in salaries were related to a time — 1938 — 
when teachers’ salaries had been regarded as quite inadequate. The Teachers 
also criticised the method used by the Management to compute salaries under 
the Burnham arrangements in 1954 and 1963 (see para. 32 below). In particular, 
they pointed out that the increases were related to a period of eleven years 
rather than of nine years, since the 1963 arrangements were in force until March 
1965, and that measurement of the increase in salaries as a whole did not show 
how differing groups of teachers had fared. It was especially emphasised that 
the increase in the minimum of the basic scale had failed to keep pace with the 
general rise in salaries and earnings during the period with the result that the 
starting salaries of teachers were grossly inadequate. 

17. But not only was the minimum too low; it took too long to reach the 
maximum of the scale. The claim for ten annual increments of £80 would enable 
the young teacher to rise more quickly to a salary which would allow him to 
enjoy a reasonable standard of living and also provide a financial incentive 
to married women to return to teaching. 

18. The Teachers’ Panel considered the proposed maximum of £1,400 as 
inadequate since, although there were opportunities for teachers to secure 
promotion to posts carrying above scale payments, many teachers remained 
on the basic scale throughout their professional careers. A few years before 
the County Councils Association had stated that at age 50 two-thirds of the 
women and half of the men teachers were on the basic scale. The latest figures 
submitted by the Management showed that nearly half of all teachers received 
nothing beyond the basic scale. Nor did promotion come very early to the 
majority of those who gained allowances for responsibility. The maximum of 
the teachers’ scale was also inadequate bearing in mind that it was a big element 
in the salary of all promoted teachers. Under the Management’s proposals a 
four year trained graduate, aged 40, holding a Scale I graded post in a grammar 
school would have a salary of £1,670. A non-graduate or a graduate Head- 
master of a large primary school of, say, 480 children would have a consoli- 
dated salary of £1,810 to £2,050. It was submitted that these proposed pay- 
ments were inadequate and that to improve the teachers’ ultimate prospects, 
the big element in their payment, the basic scale maximum, must be substan- 
tially increased. 

19. As regards the salary position of teachers with less than three years 
training it had been agreed in the Burnlram Committee in January, 1963 that 
all two year trained teachers should be treated as if they were three year trained. 
The Government of the day had set aside this agreement, so creating an ab.surd 
anomaly. If a two year trained teacher started teaching today, he would be 
treated as if he were three year trained. Older two year trained teachers, i.e. 
those at the maximum, received the same as three year trained teachers. But 
those two year trained teachers who were already in service when the existing 
scales came into operation and who liad not reached the maximum were paid 
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one increment below their three year trained colleagues. This anomaly should be 
removed and consequential additions made to the salaries of teachers with more 
than two years training who had entered teacliing when that was the minimum 
requirement. 

20. In the Teachers’ view the proposed London allowance of £70 was 
totally inadequate. In real terms it bore no relation to the pre-war differential 
given to tochers in the London Area compared with their colleagues in other 
parts of the country; nor did it reflect the greatly increased housing and travel 
costs m Greater London. 

21. The Teachers’ P^el were content with the basis of the Management’s 
proposals for additions in respect of training and qualifications insofar as the 
proposed scherne would compensate time and merit separately. But they saw 
certain defects in the scheme wliich they described to the arbitrators. In parti- 
cular they were concerned that the proposed scheme would give some teachers 
less at the maximum than existing arrangements and wanted assurance that all 
worth wlule courses followed and qualifications obtained, whether taken 

should be recognised for the proposed merit payment 
of £50. In the absence of satisfaction on these points they would press for 
each year of training beyond three to be recognised by an annual payment of 
one-aad-a-quarter times the increment throughout the teacher’s career. 

22. As regards the addition for graduates, the teachers urged that all gradu- 
ate teachers who completed a course of professional training together with those 
already in service and those who entered upon their course of undergraduate 
study not later than the date of operation of the Report should receive a gradu- 

£150, since this addition had remained unchanged since January, 
1962 and the schools needed to recruit more graduates, particularly in the next 
few yems. They also pressed for the good honours degree addition to be raised 
to £150, pointing out the need as evidenced in the Crowther Report for more 
good honours ^aduates to take up teaching and comparing the prospects of 
mch teachers with the prospects of entrants to the Administrative Class of the 
Civil Service; It was suggested that the failure of the Management to propose 
increases in these allowances was difficult to reconcile with their claim to have 
sought consistently to strengthen the additions and allowances payable for 
qualifications beyond the minimum. 

23. It was argued that the allowances for holders of graded posts, heads of 
departments and deputy heads needed to be increased substantially as the 
teacher’s prospects were poor compared with those in other occupations apd it 
was important to provide adequate incentives for the ambitious and capable. 

24. Similarly the Teachers found the Management’s proposals for head 
teachers salaries unacceptable since they failed to provide adequate rewards 
for high qualifications and greater responsibilitiy. The' proposals gave some 
head teachers less than the existing salary arrangements; others, too, would 

wcreases than class teachers, and the highest salary proposed 
(£3,850) did not compare with the salaries which other industries would give 
for such responsible posts. There were also four other unsatisfactory features 
in the proposals. Firstly, they found it difficult to justify having consolidated 
scales of pay for most head teachers when salaries for all other promoted posts 
were compounded of the basic scale with additional payments for qualifications 
length of training, length of service and responsibility. Secondly the salaries 
proposed for the heads of the smaller schools and even moderate size schools 
were calculated to discourage graduates and good honours graduates from 
applying for such posts in the future. Thirdly, the reduction in the number 
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of salary groups had the effect of including in the same group schools °f vastly 
different character and involving vastly different responsibilities. Lastly, the 
point of entry to the head teachers’ scales was unfair to head teaclwrs, who 
already had some years experience in their existing posts, and would in par- 
ticular effect the pension of those with long service who would retire before 
reaching the maximum of the scale. . 



25. The Teachers’ views outlined in the previous paragraphs about the 
allowances for above-scale posts and the consolidated scales for head teachers 
referred equally to the Management’s proposals for specia^l schools. The 
proposal to make the addition for teaching in special schools or in special 
classes in an ordinary school equivalent to a Grade I post was a step m the 
right direction, but they were opposed to the proposal to reduce the allowance 
for the qualification for teaching the blind or deaf and advocated paymen^ts also 
for other qualifications in this branch of the service (e.g. the E.S.N. Diploma). 



26. In conclusion the Teachers affirmed their view that the Management’s 
offer was inadequate to meet the needs of teachers, of the schools and of the 
nation and they urged the arbitors not to feel fettered by any limits in making 
a just award. 



Main Submissions on behalf of the Management Panel 

27 The Management Panel gave evidence to the arbitrators to show that 
in a teaching force of about 268,000 full-time qualified teachers in maintained 
schools, 127,000 received payments above scale for responsibility, m addition 
to 1,000 teachers receiving allowances as second masters/imstresses, 61,000 
received personal additions as graduates or the equivalent, and only a minority- 
fewer than 120,000— liad their salaries wholly determined by the basic scale. 
They gave further information about the distribution of the 127,000 above 
scale payments to show that promotion could come early in a teacher’s career. 

28. The Management maintained that it was difficult to make fair and 
meaningful comparisons between the pay of teachers and people m other 
employments. Two factors in particular had to be borne in mind. Attendance 
at school was required of teachers for about 40 working five-day weeks per 
year, less certain discretionary holidays, so that some 90-100 days, including 
weekends, fell outside term time. While it was_ not claimed that the whole of 
this period should be regarded as holiday, this did make direct comparison 
with most other occupations the less relevant. Moreover, entry to employment 
in maintained primary and secondary schools was by qualification and not by 
competition. For as long ahead as could be foreseen, there was likely to be an 
unsatisfied demand for qualified teachers. While there was a measure of com- 
petition for entry to a college of education or to a university, any would-be 
teacher, once qualified, had a virtual guarantee of appointment. This distinguished 
teaching from the highly competitive entry to, say some Civil Service Classes, 
or to other employments where the demand for manpower was either stable or 
rising more slowly than the supply of applicants. 

29. No single accepted index had yet been devised to represent the level of 
teachers’ salaries as a whole. Failing a recognised index, comparisons were often 
made on basic scale alone or in a still more limited fashion comparisons were 
sometimes made on the basic scale minimum for a non-graduate man teacher. 
Such comparisons were invalid as representing the movement of teachers 
salaries as a whole. 

30. It was particularly misleading to draw comparisons between teachers’ 
salaries expressed at weekly rates based on the minimum of the basic scale and 
average weekly earnings of manual workers. The latter covered workers of all 
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ages, including those with heavier responsibilities and long experience, who had 
little prospect of advancement; teachers at or near the minimum of the basic 
scale would generally be found, with fewer or no family responsibilities, and 
they had the prospect of aivtomatic incremental progression to a basic scale 
maximum, on the 1963 scale, of £1,250 or over £24 per week and of further 
increases beyond that maximum through responsibility allowances. Moreover 
the average earnings of manual workers represented gross earnings including 
payments for overtime, night work, piecework and other methods of payment 
by results and so forth. They were based on a working week exceeding 47 hours 
for 48-49 weeks in the year. It would therefore be reasonable for purposes of 
comparison to take account also of opportunities taken by teachers to earn 
additional payments. These included teaching in further education establish- 
ments, under separate contract and with payment additional to the salary 
earned as a full-time teacher in primary and secondary schools, and fees for 
marking examinations or for private coaching; the teacher’s relatively short 
working day and relatively long holidays (even when full allowance was made 
for preparation and out of school activities) allowed such work to be undertaken 
without detriment to his main responsibility. If, on the other hand, all extra 
payments were ignored and comparison was made with standard rates of 
industrial pay, the superiority of the teacher became apparent. 

31. As regards comparisons with other groups of salaried workers, the 
Ministry of Labour’s index of average salary earnings dated only from 1955, 
and this made it difficult to demonstrate just how teachers had fared over any 
longer period than the last decade. A survey of a rather general nature extending 
back to 1938 had however been made in the “Economist” in May, 1964. This 
showed that between 1938 and about 1955-56, when the entire range of salary 
levels had failed to keep pace with the rise in prices and taxation, and had fallen 
markedly behind the rate of increase of wages of manual workers, teachers had 
lost less ground than almost any other salaried group. Since about 1955-56, 
when salary levels in general had risen considerably faster than the cost of living, 
and had been gaining ground on the wages of manual workers, teachers as a 
group had tended to move ahead of the advance in real living standards as a 
whole. 



32. The relative advance in teachers’ salary levels over the more recent 
period was shown more clearly by comparing the total annual salary rate under 
the existing (that is, the 1963) salary provisions of the current force of full-time 
qualified teachers, weighted according to the actual distribution of qualifications, 
of service and of posts of responsibility held with the total annual salary rate 
for the same teacher force, identically composed as to qualifications, service and 
posts of responsibility, as it would have been under the provisions in force at a 
selected earlier date. The total annual salary rate of the current teaching force 
under the 1963 provisions was about £340 million; the comparable figure under 
the 1954 salary provisions was about £190 million. Thus, over the nine years 

1954- 63 the level of teachers’ salaries, taken as a whole, had been raised by 
approximately 79 per cent. This was far beyond either of the levels of 22-24 
per cent or 54-59 per cent used by the “Economist” as yardsticks of the rise in 
the cost of living and of the advance in real living standards of the community 
as a whole and far surpassed the movement during the period in prices, in vyage 
rates, in wage earnings or in salary earnings according to the various Ministry 
of Labour indices. 

33. The increase of about 79 per cent over a period of nine years represented 
an annual rate of increase of over 6i per cent per annum. It included the period 

1955- 61 during which the pay of women teachers had been brought up to 
equality with the pay of men teachers by seven stages. But this did not invalidate 
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the comparisons made. Salary increases designed to implement a policy of equal 
pay, and benefiting nearly 60 per cent of all teachers, contributed just as directly 
to the raising of salary levels in the profession as a whole as any other salary 
increases. The same tiring was also happening in other professions. Moreover, 
the very favourable rate of increase in teachers’ salaries did not slacken aftCT 
equal pay had been fully implemented. The favourable rate of increase in 
teachers’ salaries over the last decade could not be attributed to the implemen- 
ting of equal pay alone. 

34. The Management produced further evidence to show that the movements 
in salary levels of particular kinds of teacher during the nine years had deviated 
significantly, in both directions, from the overall average of 79 per cent. These 
results had arisen from the deliberate policy of the Management to strengthen 
the career prospects of teachers in relation to their starting salaries both in the 
interest of improving the supply of teachers and out of fairness to those carrying 
the main responsibility for running the schools. The principal cause of the 
shortage of teachers did not lie in a failure to recruit to the profession but in 
wastage from it, and in particular in the loss of very substantial numbers of 
women teachers after only three or four years’ service when they married and 
founded a family. There was no shortage of applications for training in the 
colleges of education. By far the greater need was to encourage teachers to 
remain in service, or to return to service when free again from family ties, and 
for this purpose the basic scale had been consistently strengthened from about 
the fifth incremental point upwards. Moreover, those who contemplated making 
a career in teaching would be at least as much concerned with the prospects of 
advancement open to them in the middle and later years as with their starting 
salaries. There was no doubt that it was in these middle and later years rather 
than at the beginning that the salaries available to those teachers most able and 
successful and carrying substantial responsibility had tended to fall below the 
rewards available to their counterparts in other professions. To correct this 
deficiency the Management had sought consistently to strengthen, not only in 
money value but relative to the basic scale, the additions and allowances 
payable for qualifications beyond the minimum and for posts of responsibility. 

35. Although the Management did not accept that either the civil service or 
local government service provided analogues for teachers for the purpose of 
comparing salary levels they provided evidence to show that in general teachers’ 
salaries had moved ahead faster than those of civil servants and than those in 
local government during the previous nine years. 

36. In the light of these various comparisons the Management utterly 
rejected any suggestion that teachers’ salaries had been allowed to fall behind 
and that a revaluation was now required to restore their proper relative value. 
They also rejected the inference in the Teachers’ submission that the salaries of 
teachers had been depressed through Government action affecting the demand 
and supply of teachers. Both teachers and local authorities alike had been party 
to the critical decisions which governed such things as the size of classes, the 
qualifications for entry to training and the school-leaving age. 

37. The Management also went on to challenge the argument that there was 
no wage drift in teaching. The salary comparisons which they had drawn were 
argued solely in terms of salary rates. They took no account of changes in the 
proportions of teachers who received the various allowances. Between 1956 
and 1961 the proportion of men enjoying a responsibility allowance had risen 
from 54 per cent to 64 per cent and of women from 32 per cent to 35 per cent; 
within these figures the proportion of teachers occupying head of department 
posts rose by more than half. This substantial degree of upgrading was 
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equivalent, in the Management’s view, to the salary drift which the Teachers 
had said took place in other employments. 

38. An accurate estimate could not be made of the cost of the claim 
submitted by the Teachers’ Panel since not all the proposals in it had been given 
numerical values. The basic scale proposal would involve an additional 
expenditure of about £125 millions per annum, representing an increase of 
about 44 per cent on the existing cost of the basic scale alone. Assuming that 
the other proposals were intended to maintain a proportionate 44 per cent 
increase in the other components of the salary structure, the total additional 
cost would be about £150 millions per annum for the salaries of full-time 
qualified teachers in maintained primary and secondary schools alone. This 
figure did not include consequential increases in the salaries of part-time or 
unqualified teachers or in employers’ contributions under the Teachers 
Superannuation Acts. The Management had found it impossible to accept this 
as a reasonable basis for negotiation. 

39. The Management argued that their initial offer provided the basis for 
a reasonable settlement involving some element of betterment. The proposed 
changes in the basic scale included a reduction in its lengths from 15 to 14 years. 
The Management believed that a reduction to ten years as proposed by the 
Teachers could only be reasonably achieved over a substantial period of time. 
Meanwhile their proposals offered reasonable salaries as the basic guarantee 
of teachers, particularly remembering the opportunities to receive above-scale 
payments. Figures for 31st March, 1963 showed that one half of men teachers 
and one quarter of the women were receiving responsibility allowances after 
only seven years’ service and that of staff aged 50 or more 82 per cent of the 
men and 55 per cent of the women had such allowances. 

40. An important improvement was also proposed in the recognition given 
to certain qualifications, for example professional training after graduation, 
which were of particular relevance and value to school teaching. The suggested 
addition of £50 for selected qualifications, payable to the teacher on entry and in 
combination with increments up the scale in respect of time spent on full-time 
study or training would offer a worth while incentive to further study and 
training. In response to criticisms made by the Teachers, the Management 
emphasised that they expected to discuss in the Burnham Committee the list of 
qualifications which should earn the £50 addition; that they did not intend to 
pay it only in respect of qualifications obtained by full-time study, and that they 
would be prepared to allow teachers who already had training increments above 
the maximum to retain them on a personal basis, save that the proposed £50 
addition would, where applicable, be substituted for one and one only of the 
£30 training increments thus held. Wltile it was true that under the proposals 
teachers with two or three years study beyond the basic three would have smaller 
additions to the maximum of the basic scale such teachers would receive the 
£50 addition for the whole period of twelve or thirteen years before reaching 
the maximum. 

41. Although no increase had been proposed in the graduate addition of 
£100 the proposed addition of £50 for post graduate professional training would 
give an addition of £150 to all graduates who had completed such courses. As 
the good honours addition had been very dramatically increased over the last 
nine years, including an addition of £20 in 1963, the Management suggested no 
further change in it. 

42. With regard to the assimilation of two-year trained teachers the 
Management argued that such teachers already received exactly the same basic 
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scale salary, both below maximum and at maximum, as those who entered 
training with them but for three years, and that no further change in the 
position was necessary or desirable. 

43. As part of the initial offer the Management had proposed improvements 
in all allowances in respect of posts of responsibility. In the case of graded posts 
and heads of department, they had proposed no structural change but 
quantitative increases varying between 7 per cent and 20 per cent. 

44. For head teachers, an entirely new structure was proposed. It was sub- 
mitted that while personal additions for better qualifications were justified in 
the earlier stages of a teacher’s career it was highly desirable that a stage should 
be reached where the teacher was judged on his merits and his performance in 
the profession and without regard to qualifications obtained in his early twenties. 
Many teachers with lower than good honours qualifications showed such 
distinction as practising teachers as to outweigh entirely whatever disadvantage 
their lower initial qualifications may have imposed upon them. Accordingly, 
the Management proposed consoUdated salary scales for head teachers on the 
principle that at that level the salaries should be for the responsibilities under- 
taken. Some changes in the number of salary groups were also proposed. 
Under existing arrangements the salaries of head teachers comprised in 
addition to the basic scale any personal additions and an allowance for respon- 
sibility as a head teacher, and the allowances fell in groups according to the size 
and nature of the school. The financial differences from one group to another as 
a proportion of the total salary were relatively small. The Management had set 
out to reduce the number of groups in order to make a significant difference 
from one group to another in the salary scales. In thus combining the personal 
additions into a consolidated scale and two or three existing groups into one 
group, it was inevitable that the non-graduate head teacher would enjoy a 
greater benefit than the graduate or the good honours graduate head teacher 
occupying similar posts. The proposals offered very limited benefit to the good 
honours graduate in the small school while, on the other hand, they offered 
very great benefit to the non-graduate head teacher in the large school. The 
Management did not accept the Teachers argument that even the salary for the 
headsliip of the smallest school should be such as to attract the most highly 
qualified teacher, though under the proposals it would still be profitable for 
a young graduate teacher to accept the headship of a small school as a step 
towards prornotion to the headsliip of a larger school. At the other end of the 
scale they maintained that £3,850 was a reasonable reward for the headship of 
the largest school. Safeguarding would of course be provided for any head 
teacher who might be adversely affected by the proposals. Had there been time 
for fuller negotiation the Management would have wished to ensure that no 
head teacher in post on 31st March, 1965 received on a personal basis a smaller 
salary increase than that awarded at the maximum of the basic scale. In general, 
the increases afforded ranged from about 7 per cent to over 20 per cent. The 
Management were convinced that the application of the principle of the rate for 
the job constituted an important advance and that the arrangements proposed 
would provide an overall benefit. 

45. The consolidation of groups also affected deputy head teachers, but it 
had been proposed to leave their salaries on the basis of basic scale plus additions 
and allowances, at any rate for the time being. The Management did not rule 
out the possibility of extending the principle of consolidated scales to deputy 
head teachers and perhaps beyond at a later stage. 

46_. With regard to special schools the Management agreed that the list of 
qualifications for teaching the handicapped wliich were recognised by the pay- 
ment of an addition should be extended. But they persisted in their proposal 
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to bring the payment of £60 for certain qualifications already recognised into 
line with the proposed new £50 addition for selected qualifications. No teacher 
would be out of pocket as a result of this change since teachers eligible for the 
£60 were also eligible for the general addition for teaching in a special school 
wliich it was proposed to raise from £80 to £120. 

47. In proposing a flat rate of £70 for the Loirdon allowance the Manage- 
ment had it in mind that the amount of the allowance should not be set at such 
a level as to produce a level of pay out of balance with adjoining areas and had 
also had regard to the levels of allowances paid by other employers. 

48. It \vas estimated that the initial offer would cost about £33 million in the 
year of its implementation, an increase of just under 10 per cent of the present 
cost. As head teachers worked up to their new maxima, the cost in three or 
four years’ time would raise the ultimate overall value of the offer to just above 
10 per cent. 

49. In subsequent negotiations the Management had made the further offer 
which amounted to an overall increase of about 12J per cent. In this offer there 
was an improvement at the minimum of the basic scale from £700 to £710 
together with a marked strengthening at the middle of the scale at three points 
and these increases were carried through to a new maximum of £1,400 per 
annum. This final offer, wliich would have cost £43 million in the year of 
implementation, gave a guaranteed basic salary apart from any payments above 
scale as follows : — 

To the non-graduate teacher £710 to £1,400; 

To the trained graduate, without good honours, four 
years’ study and training £890 to £1,550; 

To the trained graduate with good honours, four 
years’ study and training £1,010 to £1,670 

It would have increased the average salary of all full-time qualified teachers in 
maintained primary and secondary schools, estimated to be about £1,210 per 
annum under the existing salary conditions, to about £1,360 per annum. 

50. The White Paper on Prices and Incomes Policy (Cmnd. 2639) had laid 
down that the ‘norm’, indicating the average rate of annual lincrease of money 
incomes per head which was consistent with price stability, should be, in 
existing circumstances, 3-3J per cent. At the agreed date of implementation of 
1st April, 1965, teachers’ pay had remained unchanged for two years and it was 
agreed between the Panels that whatever new salary provisions were introduced 
would remain in force unaltered for another two years. In these circumstances, 
the increase that would correspond to the norm of 3-3J per cent per annum 
would be an increase of 6-7 per cent. But the Management were also acutely 
aware of the serious shortage of teachers and wished to do whatever was 
practicable by way of salary improvements to stimulate the supply of teachers 
in the national interest. They explained their belief that the best assistance that 
the salary structure could offer to the solution of the teacher supply problem 
lay not in improving starting salaries but in improving the salaries and the 
prospects of teachers in the middle and later part of their careers. They had 
therefore tried to offer increases in the existing salary provisions that would be 
fair to all teachers while contributing to the improvement of teacher supply, 
and at the same time to tackle some of the long outstanding problems of the 
salary structure. They believed that radical changes, and not simply uniform 
periodical increases, were required to match the situation that the teacher supply 
problem presented. Changes in structure which were not unfair to existing staff 
were bound to be costly, but the Management Panel judged that the importance 
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of making a start upon them justified some additional expenditure on this 
occasion. They noted too that some of these considerations found a place in the 
statement of exceptions to the norm given in Cmnd. 2639. 

51. For the reasons outlined the first offer which the Management had made 
involved an element of betterment, while the final offer involved a substantial 
element of betterment which the Management felt bound to regard as more than 
generous. Some of the appointing bodies, when tliis offer had been reported to 
them had expressed grave doubts whether the total cost was justified. Their 
concern was not merely at the additional public expenditure involved — the 
burden upon the rates alone would have 'been significant — ^but also at the 
repercussions upon salaries elsewhere in the public sector. It could not be as- 
sumed, therefore, that all the bodies represented on the Management Panel 
would necessarily have endorsed the final offer had the need to ratify it arisen. 
While the Management did not ask the arbitrators necessarily to sustain their 
first offer they had to emphasise that, injtheir final offer, they had stretched their 
resources and their discretion to the uttermost. They therefore pressed the view 
that these two offers should mark off the boundaries within which the arbi- 
trators could find a basis for a reasonable settlement. 



Award 

52. The Arbitral Body have given careful consideration to the evidence 
and submissions of the Panels and award that: — 

(i) the basic scale shall be as follows : — 

£ 

730 

760 

790 

840 

900 

960 

1,020 

1,060 

1,100 

1,140 

1,180 

1,230 

1,280 

1,340 

1,400 

(ii) no change shall be made in the existing arrangements for assimi- 
lating two-year trained teachers; 

(iii) for each year of full-time study or training beyond three (within a 
maximum of six) the teacher shall enter the scale one point higher 
and shall receive, in addition to any graduate or honours graduate 
allowance to which he may be entitled, a single personal addition 
of £50 annually for such selected qualifications as may be agreed 
by the Burnham Committee and whether obtained by full-time 
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or part-time study, on the understanding that teachers who already 
have training increments above the maximum shall retain them on a 
personal basis subject to substitution, where applicable, of the £50 
addition for one of the training increments so held ; 

(iv) the graduate addition shah remain at £100 and the further addition 
for a good honours degree at £120 ; 

(v) (a) the existing 28 groups for determining the number and scale of 

payment for posts of responsibility should be substantially 
reduced as the Burnham Committee may agree; 



(6) there shall be three scales in graded posts valued as follows : — 



(c) there shall 
follows: — ■ 



Scale 1 


£120 


Scale 2 


£200 


Scale 3 


£300 


be five grades 


of head of 


Group A 


£200 


Group B 


£300 


Group C 


£420 


Group D 


£540 


Group E 


£660 



department valued as 



{d) allowances for deputy heads shall range from £140 to £1,000- 
and the present arrangements for the appointment of a second 
master/mistress shall continue; at a convenient time in the future 
the existing system of paying allowances to deputy heads should 
be replaced by consolidated scales of pay; 

(vi) there shall be consolidated scales of pay for head teachers, to which 
the only allowance applicable shall be the London allowance, 
ranging at the maximum from £1,600 to £3,850 on the understanding 
that every head teacher in post on 31st March 1965 shall receive, 
if necessary on a personal basis, a salary increase of at least as much 
as that awarded at the maximum of the basic scale; 



(vii) (a) the addition for teaching in a special school or in special classes 
in an ordinary school shall be £120; 

(i) the addition for holding a qualification for teaching the blind 
or deaf shall continue to be £60; 

(c) the grouping of special, schools for determining the number and 
scale of payment for posts of responsibiUty should be agreed 
witliin the Burnham Committee; 

(d) allowances for deputy heads in special schools shall range from 
£150 to £500 and the existing system of paying allowances to 
deputy heads should be replaced by consolidated scales of pay. 
at a convenient time in the future; 

(e) there shall be consolidated scales of pay for head teachers in 
special schools, to which the only allowance applicable shall be 
the London allowance, ranging at the maximum from £1,800 
to £2,700; 

(viii) the London allowance shall be £70; 

(ix) the arrangements for safeguarding the salaries of teaching staff 
holding posts of responsibility consequent on a triennial review 
should be settled in the Burnham Committee in the light of agree- 
ments reached on grouping. 
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(x) if, within three months from the date hereof, no agreement is reached 
in respect of any of the matters remitted for agreement under .Sub- 
Paragraphs (iii), (v) (a) and (d), (vi), (vii) (c), (d) and (e) and (ix), 
either Panel shall be at liberty to report such failure to the Arbitral 
Body and, in that event, the Arbitral Body will, after hearing the 
^ Panels, determine the difference. 

George Honeyman, Chairman. 

W. H. Lawson. 

H. A. Clegg. 

K. R. Cooper, 15th July, 1965 

Secretary. 

8, St. James’s Square, 

London, S.W.l. 



APPENDIX 

TEACHERS’ SALARIES 

DETAILS OF THE EXISTING ARRANGEMENTS, THE TEACHERS’ 
CLAIM AND THE MANAGEMENT’S OFFER 

1. The existing arrangements for the remuneration of teachers in primary and 
secondary schools are set out in the 1963 publication “Scales of Salaries for Teachers 
in Primary and Secondary Schools — England and Wales”. Tlris appendix describes 
the main provisions together with the details of the Teachers’ Claim and the Manage- 
ment’s offers. 

2. At present and for some considerable time the salaries of full-time qualified 
teachers in maintained primary and secondary schools have comprised the following 
main component parts : — ■ 

(i) A basic scale of salary applicable to all teachers. 

(ii) Personal additions dependent on length of training and qualifications held, 
in particular degrees (or their equivalent) and good honours degrees. 

(iii) Allowances for responsibility under the following heads : — 

(а) for graded posts as assistant teachers 

(б) for heads of department 

(c) for deputy head teachers 

(d) for head teachers. 

There are also a territorial addition for all teachers engaged in the London Metro- 
politan Police District, that is, the London Allowance, and certain other additions 
payable, for example, to teachers in special schools. 

The Basic Scale 

3. Table 1 shows the existing basic scale, the scales proposed in the initial and final 
offers by the Management, and the scale claimed by the Teachers. 
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TABLE 1 



TABLE SHOWING THE PRESENT BASIC SALARY SCALE, 
THE SCALES PROPOSED BY THE MANAGEMENT AND 
THE SCALE CLAIMED BY THE TEACHERS 



Incremental 

Point 


Existing 

Scale 

£ 




Proposed Scales 


Initial Offer 
£ 


Final Offer 
£ 


Claim 

£ 


0 


630 


700 


710 


900 


1 


660 


730 


740 


980 


2 


690 


760 


770 


1060 


3 


740 


810 


820 


1140 


4 


800 


870 


890 


1220 


5 


860 


930 


960 


1300 


6 


910 


980 


1020 


1380 


7 


940 


1020 


1060 


1460 


8 


970 


1060 


1100 


1540 


9 


1000 


1100 


1140 


1620 


10 


1030 


1140 


1180 


1700 


11 


1070 


1190 


1230 


— 


12 


1110 


1240 


1280 


— 


13 


1160 


1300 


1340 


— 


14 


1220 


1360 


1400 


— 


15 


1250 


— 


— 





Assimilation 

4. At present 2 year trained teachers in general are paid one increment below 3 year 
trained teachers, who entered teaching at the same time, until they reach tire maximum 
of the scale. But mature teachers accepted after 1960 for a shortened version of the 
standard training course because of suitable previous study ate treated as 3 year trained 
teachers. The Teachers claimed for all 2 year trained teachers to be paid as if they had 
had 3 years’ training and for consequential additions to be made to the salaries of 
teachers with more than 2 years training who had entered teaching when that was the 
minimum requirement. The Management proposed to maintain the existing arrange- 
ments. 



Personal Additions 

5. At present a teacher whose approved full-time study and training have exceeded 
three years receives one “training increment” for each further year (up to tliree); that is, 
one increment up the scale on entry, and an additional £30 above the basic scale 
maximum. Thus at the maximum of the scale non-graduate teachers may be eligible 
for an additional £60 if they have had five years study and training and graduates for an 
additional £90 if they had had six years study and training. 

6. The Management proposed to make a new approach to this. They would 
recognise additional time spent in study or training by allowing teachers to enter the 
scale one point higher for each year of approved full-time study or training beyond 
three. In addition they would recognise the merit of particular qualifications or courses 
of study or training by giving a personal allowance of £50 a year to teachers who had 
gained such qualifications or completed certain courses, (e.g. the professional training 
undertaken by graduates and the advanced courses taken by qualified teachers). 

7. The Teachers claimed successive scales based on additional years of study or 
training with a differential of £100 between each scale. But they expressed willingness 
to examine a scheme with compensated time and merit separately on certain conditions 
which are mentioned in the body of this report (see para. 21 above). 
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8. Under existing arrangements a personal addition of £100 is also paid to graduates 
and a further addition of £120 to good honours graduates. The Management proposed 
to leave these unchanged. The Teachers claimed for both allowances to be raised to 
£150 each. 



Responsibility Allowances 

9. Under existing arrangements the number and rate of allowances payable for 
graded posts and the rate of allowance payable to heads and deputy heads depend on 
the unit total of each school as established under the weighting system. The present 
system provides 28 groups of schools for these purposes. The Management proposed 
to reduce the number of groups to 14. The allowances payable for heads of department 
also depend to some extent on the weighting system but a measure of flexibility is 
afforded to local Education Authorities at present and the Management proposed 
that this should continue. Table 2 shows the existing 28 groups in comparison with the 
14 groups proposed by the Management and the respective scores for purposes of 
determining the number and grading of graded posts. 



10. Following are the present allowances for 
the Management: — 


graded posts and those proposed by 




Present 


Proposed 


Scale I 


£110 


£120 


Scale II 


£180 


£200 


Scale III 


£250 


£300 


1 1 . Following are the present allowances for 
posed by the Management: — 


heads of department and those pro- 


Grade 


Present 


Proposed 


A 


£180 


£200 


B 


£280 


£300 


C 


£385 


£420 


D 


£485 


£540 


E 


£590 


£660 



12. Tables 3 and 4 show respectively the existing groups and allowances for deputy 
head teachers and the existing groups and salaries for head teachers together with the 
relevant Management proposals. Whereas the salaries of head teachers are at present 
made up of the basic salary, plus personal additions, plus a head teacher’s allowance 
the Management proposed consolidated salary scales to which the only addition 
applicable would be the London allowance. They further proposed that head teachers 
already in service should enter the scale as follows: — 

Their salary would be calculated as assistant teachers under the provisions of the new 
Report including personal additions provided under that Report. To this would be 
added the present allowance for responsibility as a head teacher. Where tlris total was 
below the minimum of the proposed scale the head teacher would enter that scale at 
the minimum and proceed by the defined increments to the maximum. Where the total 
thus calculated exceeded the minimum the head teacher would enter the scale at the 
next higher point on the scale. But special arrangements would apply in groups 0 and 1 . 
Subject to the maximum not being exceeded, in group 0 the assistant teacher appointed 
head teacher would receive a promotion increment to his salary as assistant teacher of 
£200 and thence proceed by increments of £50 to the maximum of £1,600. The assistant 
teacher appointed head teacher in group 1 would receive a promotion increment of 
£250 to his salary as assistant teacher and proceed on increments of £50 to the maximum 
of £1,700. Existing head teachers in these groups would have their salaries calculated 
as assistant teachers under the provisions of the new Report to which would be added 
the promotion increment indicated above and they would then proceed from that 
figure by increments of £50 to the maximum. The salary as assistant teacher for this 
purpose would include personal additions and any addition for responsibility held at 
the date of appointment. 
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13. In their claim the Teachers asked for tmspecified increases in all the proposed 
allowances for responsibility. They also criticised the proposed reduction in the number 
of salary groups and the consolidated scales proposed for head teachers on a number 
of points which are mentioned in the report (see para. 24 above). 

Special Schools 

14. Under existing arrangements all teachers employed in special schools and cer- 
tain teachers in other schools who are in whole-time charge of special classes of children 
who are partially sighted or partially deaf receive an addition of £80. Local Education 
Authorities also have discretion to pay this addition to assistant teachers who are in 
fuli-time charge of classes consisting wholly or mainly of other handicapped children. 
The Teachers claimed that this addition should not be less than the allowance for a 
Scale 1 graded post. The Management proposed to raise it to this level i.e. £120. They 
also proposed to reduce the special addition given to holders of a qualification for 
teaching the blind or deaf from £60 to £50, thus aligning it with the proposed merit 
allowance for selected qualifications mentioned in para. 6 above. This proposed re- 
duction was contested by the Teachers. 

15. The same scales of allowances for graded posts (see para. 8 above) apply in 
special schools as in other schools and this would continue under the Management’s 
proposals. But they did propose some changes in the groups of special schools as shown 
in Table 2. 

16. As regards allowances for heads of department no change was proposed in the 
present arrangements whereby the local education authority may establish head of 
department posts Grade A in schools having a substantial number of senior pupils. 

17. At present the following allowances are payable to deputy head teachers in 
special schools : — 

Group III(s) IV(s) V(s) VI(s) VII(s) Vni(s) 

£ 120 155 195 230 270 310 

The Management proposed the following allowances: — 

Group 3(s) 4(s) 5(s) 6(s) 7(s) 

£ 150 225 300 400 500 

18. The present allowances for head teachers in Special Schools are: — 

Group I(s) II(s) III(s) IV(s) V(s) VI(s) VH(s) VIII(s) 

£ 250 335 420 500 575 645 710 775 

The Management proposed the following salary scales to which the only addition 
applicable would be the London allowance:— 

Group l(s) Promotion increment of £200, and then to proceed by increments 

of £50 to a maximum of £1800. 

2(s) £1700 X £50(4)— £1900 
3(s) £1810 X £60(4)— £2050 
4(s) £1 960 X £60(4)— £2200 
5(s) £2110 X £60(4)— £2350 
6(s) £2250 X £75(4)— £2550 
7(s) £2400 X £75(4)— £2700 

19. The Teachers claimed tmspecified increases in all the allowances proposed for 
responsibility, including the scales for head teachers. 

London Allowance 

20. In the London Area, as defined by the Burnham Report, teachers are paid 
allowances of £45 or £60 dependent on their age or years of service. The Teachers 
claimed a uniform allowance of £100. The Management proposed a uniform allowance 
of £70. 
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Note: — Grouis 0 to 3 would remain as at present and a Local Education Authority would continue to have discretion to Ktablish a Scale I graded post in a Group 



ih) Special Schools. 



Present Arrangements 



Group 


IV(S) 


V(S) 


VI(S) 


VII(S) 


VIII(S) 


Review Average* or Unit 
Total(s) 


361-540 


541-780 


781-1020 


1021-1260 


1261-1500 


Score for Graded Posts 


1 


2 


4 


6 


8 



Proposed Arrangements 



Group 


4(S) 


: 5(s) 


6(S) 


7(S) 


Review Average* or Unit 
Total(s) 


361-600 


601-900 


901-1260 


1261-1620 


Score for Graded Posts 


2 


4 


6 


8 



Note: — Groups 1(S), 2(S) and 3(S) would remain as at present and a Local Education 
Authority would continue to have discretion to establish a Scale I graded post in a 
Group 3(S) school. 

* The method of calculating unit totals and review averages are set out in Appendix 
VII of the publication “Scales of Salaries for Teachers ip Primary and Secondary 
Schools — England and Wales.” This matter was not referred to arbitration. ' 



TABLE 3 



Table showing existing groups and allowances for deputy head teachers and the 
proposals made by the Management Panel 



New Group 


Old Groups 


Existing Allowances 


Proposed Allowances 






£ 


£ 


3 


III 


120 


140 


4 


IV and V 


150/185 


205 


5 


VI and VII 


215/250 


275 


6 


Vin, IX and X 


280/310/335 


360 


7 


XI, XII and XIII 


360/390/415 


455 


8 


XIV, XV and XVI 


445/470/495 


545 


9 


XVII, XVIII and XIX 


525/550/580 


635 


10 


XX, XXI and XXII 


605/630/655 


725 


11 


XXIII, XXIV and XXV 


680/705/730 


815 


12 


XXVI and XXVII 


755/780 


905 


13 


New Group 


— 


1000 



Footnote : — ^The Management proposed that the existing arrangements regarding the 
appointment of a deputy head teacher below Group 3 should continue and 
that where such an appointment was made the allowance should be £120 
compared with the existing allowance of £110. 

The Management further proposed that the existing arrangements for the 
appointment of a second master or mistress should apply in Group 7 of 
above. . ■ 
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TABLE 4 

Table showing existing groups and salaries for head teachers and the proposals made 
by the Management Panel 



New Group Old Groups 



Present Max. 
Salary’t 

Good Grad. Non- 
Hons. Grad 
Grad. 

£ £ £ 



0 

1 

2 

3 

4 

5 

6 

7 

8 
9 

10 

11 

12 

13 



0 

I 

II 

III 

IV &V 
VI & VII 
VIII, IX & X 
XI. XII & XIII 
XIV, XV & XVI 
XVII, XVIII & XIX 
XX, XXI & XXII 
XXIII, XXIV & XXV 
XXVI, XXVII plus 
New Group 



1650 1530 1430 
1725 1605 1505 
1805 1685 1585 
1880 1760 1660 
2010 1890 1790 
2120 2000 1900 
2280 2160 2060 
2445 2325 2225 
2605 2485 2385 
2765 2645 2545 
2940 2820 2720 
3120 3000 2900 
3240 3120 3020 



Proposed Scale 

First Offert Final Offert 



Maximum 1560 Maximum 1600 
Maximum 1660 Maximum 1700 
1625 X 50(3) 1775 1650 x 50(3) 1800 
1720 X 60(3) 1900 
1810 X 60(4) 2050 
1925 X 75(4) 2225 
2125 X 75(4) 2425 
2325 X 75(4) 2625 
2525 X 75(4) 2825 
2750 X 75(4) 3050 
2950 X 75(4) 3250 
3150 X 75(4) 3450 
3350 X 100(3) 3650 
3550 X 100(3) 3850 



* Figures shown are for teachers with 3 years training. Those having years of study or 
training beyond 3 would be entitled to additional increments of £30 (see para. 5 of 
the Appendix). 

t Figures shown are exclusive of London allowance. 
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